ABSTRACT. Theories of cultural diffusion and acculturation specify the conditions under which new behaviour, norms, and values are adopted. Both education and employment in modem enterprises have been identified as highly conducive to acculturation. This paper focuses on formal employment training as a possible agent of cultural change among native peoples in Canada's Northwest Territories. It analyzes all job training programs administered by governments over the 1971-83 period, presenting systematic data on them for the first time. During this period, the official Canadian government position about northern development was that the needs of indigenous peoples were to prevail over resource exploitation. At the same time, northem residents were to be offered training so that they might benefit from economic development by taking part in the expanding wage economy. Hence, officially, native peoples were to have a "choice of futures" -to be enabled to combine elements of southern and northern ways of life or to choose freely between them. But choices may be subtly shaped. Here we examine the structure rather than the explicit content of job training programs. We show that most programs operated by govemments have been delivered in such a way as to stimulate rapid acculturation among trainees, by requiring relocation, the use of English, and adherence to fixed schedules. In recent years, some shift in program structure has been evident, so that the programs are delivered in a manner that better accommodates northern indigenous cultures. This raises the perennial, thorny question of whether segmented and obvious cultural contact is preferable to diffuse and co-optive interaction. Key words: Canadian North, Northwest Temtories, employment training, acculturation, modernization, program implementation &SUMÉ. Les théories de la diffusion culturelle et de l'acculturation précisent les conditions dans lesquelles sont adoptts de nouveaux comportements ainsi que de nouvelles nomes et valeurs. L'tducation et l'emploi dans des entreprises modernes ont tous deux été identifiés comme d'importants facleurs menant à l'acculturation. Cet article s'intéresse h la formation institutionnelle pour l'emploi, en tant qu'agent tventuel du changement culturel chez les peuples indigbnes des Territoires du Nord-Ouest au Canada. I1 fait une analyse de tous les programmes gouvernementaux de formation pour l'emploi offerts de 1971 à 1983, en pdsentant pour la premibre fois des donntes systematiques sur ces programmes. Au cours de cette période, la position officielle du Canada sur le développement du Grand Nord faisait passer les besoins des peuples indigbnes avant l'exploitation des ressources. En même temps, les habitants du Grand Nord devaient recevoir une formation, de façon ii pouvoir bénéficier du développement économique en prenant part à l'économie salarite qui se développait. Officiellement donc, les peuples indigenes devaient pouvoir rchoisir leur futun>, en ayant la possibilité de combiner les éltments du mode de vie du Sud et du Nord, ou bien d'opter iibrement pour l'un d'eux. Mais les choix peuvent être influencts sans que ce soit évident. On examine ici la structure des programmes de formation pour l'emploi plutôt que leur contenu explicite. On montre que la plupart des programmes administrés par les gouvernements l'ont été de façon à stimuler une acculturation rapide chez les stagiaires, acculturation provoquCe par le fait qu'ils devaient se dtplacer, utiliser l'anglais et se soumettre h des horaires fixes. Au cours des dernieres années, on a assisté à une légère modification dans la structure des programmes qui sont maintenant offerts de manière mieux tenir compte des cultures indigbnes du Grand Nord. Ce qui soulève à nouveau l'épineuse question de savoir si le contact culturel structuré et évident est préférable ii l'interaction plus subtile fondée sur un choix mutuel.
INTRODUCTION
As many Third World development plans foundered in the post-colonial era, there emerged a school of research that concentrated on how social and cultural patterns could inhibit economic change (Hoselitz, 1954 (Hoselitz, , 1959  Shils, 1975) . Much of this work was soon effectively criticized as ethnocentric in its notion of what development means, paternalistic if not racist in its tendency to contrast "traditional" and "modem" societies, and inadequate empirically (Willner, 1964;  Gusfield, 1967; Hirschman, 1965) . Nevertheless, some careful studies of "modernization" did document the power of various experiences and institutions to induce among individuals and groups the acceptance of new values, norms, and behaviour -that is, to promote acculturation (which is the more neutral and non-teleological term we prefer to employ here).
It was observed, for instance, that East Indian workers training in American steel mills did not only acquire technical knowledge: through the factory experience "they also assimilate a real understanding of the industrial way of life that almost all Americans absorb, almost by a process of osmosis, from the time we are born" (Blickenstaff, 1966:300) . Such impressionistic considerations led to the massive comparative study of thousands of individuals in six developing countries conducted by Inkeles and Smith (1974) . They assumed that institutions could promote cultural change among those newly exposed to them and found that along with the mass media the most powerful agents of acculturation were industrial work experience and formal education. Acculturation could be subtly induced. The process could have little to do with the explicit content of work or study. In schools, for example, much of the learning can be incidental to the curriculum and classroom instruction: the formal organization, the regular sequence of ordered activities, the explicit rules, and the unstated network of norms -all are conducive to fostering new norms, values, and behaviour among students from different cultural backgrounds (Inkeles, 1974 (Inkeles, , 1983 ; Sack, 1974) .
In Canada's North, the position of native peoples differs, of course, from that of new immigrants to industrialized countries and from that of majority populations of developing countries. But acculturation is a central issue, especially to native leaders who assert the fundamental right of "Fourth World" peoples collectively to define themselves and their future (Nunavut Constitutional Forum, 1983;  Erasmus, 1977) .
Cultural change has occurred among the indigenous peoples of the Northwest Territories (N.W.T.) for centuries, as a result of contacts with European and North American civilizations and as a consequence of their gradual integration into the cash economy through trade and wage labour. The subsistence economy is long gone. As Brody (1975:214) put it, "The life now regarded as traditional by contemporary Eskimos was founded on a mixed economy: there was hunting and there was trading. " 'Department of Political Science, The University of Western Ontario, London, Ontario, Canada N6A 5C2 @The Arctic Institute of North America
Nevertheless the indigenous peoples of the N . W .T. have retained many elements of a distinct culture. Most use native languages, collective decisions tend to be reached through consensus, elders and hunters still enjoy much respect, there is a strong preference for "country food" (and for sharing it), and while few families are nomadic, most are inclined to live in settlements and hamlets rather than in the larger towns (Hobart, 1982) .
Such traits are under constant pressure, both internal and external. The most important of the latter has been through the discovery and exploitation of new resources in the Canadian Arctic. This has been both accompanied by and, as we will show, accentuated by the government programs that have been made available to native peoples so that they may take advantage of the anticipated employment opportunities.
THE POLICY CONTEXT
The late 1960s and the 1970s constituted a period of rapid economic and political change in the Canadian North. In 1967, the Government of the Northwest Territories (GNWT) was moved to Yellowknife from Ottawa. Although its relationship with the Canadian central government remained essentially colonial, the GNWT expanded, as many functions gradually were devolved to it from Ottawa's Department of Indian Affairs and Northern Development (DIAND).
In 1968, the discovery of oil and gas at Prudhoe Bay, Alaska, created the expectation that similar finds would occur in Canadian territory. It also raised questions about the impact of nonrenewable resource development upon the northern environment and the native peoples. In 1969, the voyage of the tanker Manhattan through the Canadian Arctic Archipelago further complicated northern politics, for it directly challenged Canadian claims to sovereign jurisdiction over the area. Ottawa reacted in part by setting down in 1970 the northern pipeline guidelines, which were regarded by many as approval in principle for building a pipeline up the Mackenzie Valley (Dosman, 1975) . Native northerners were concerned about imminent resource exploitation, a concern that came to be developed through the 1970s around the struggle against the pipeline and for the recognition of the land claims, which would allow indigenous people to control resource management and exploitation (Canada, 1977; Watkins, 1977; Abele, 1987) . Moreover, atthebeginningofthis period the federal government's Indian policy was in turmoil. In June 1969, after a year of intense consultation with the bands and national organizations, Ottawa introduced a White Paper on Indian Policy. This was widely rejected as assimilationist and was abandoned by the government in 1971 (Weaver, 1981) .
It was in this context that the central government prepared a new framework policy to guide northern development. Cunadu's North 1970 North -1980 was released in March 1972, though it was operative somewhat earlier (Canada, 1972) . Although subsequent statements -and concrete policies, such as the National Energy Program -have had great impact on the N. W.T., Canada's North remained for 15 years the only comprehensive, official statement of Ottawa's stance toward the North and its peoples. The document embodied a re-ordering of priorities, with the straightforward recognition that the northerners came first. As the responsible minister put it, Briefly, our objective has been to establish programs and policies that meet the needs of the people of the North, particularly the native people, programs and policies that maintain and protect the ecological balance and which ensure viable economic development of the Territories. The Government continues in the conviction that the needs of the people in the North are more important than resource development and that the maintenance of the ecological balance is essential. [Canada, 1973:4:40.] Both native people and commentators have argued that the relative priorities laid down in Canada's North would not and have not guided northern policies; in particular, critics have argued that cultural preservation, land claims, and benefits for northerners have been secondary to resource extraction (Charley, 1973; Dosman, 1975; Moore and Vanderhaden, 1984) . But, of course, northern "needs" are open to interpretation, both by Canadian governments and by native peoples themselves. In this connection, the existing distribution of views about economic development among indigenous peoples is im tant (Stewart, 1986) . But also significant are programs that may alter native people's norms and values in the future, so that they may become more prepared to engage in new economic activities. An important part of the new policy framework concerned "social improvement." Here, highest priority was placed on implementing a set of guidelines about providing jobs and job training in both the public and the private sectors. Policies would include measures to create employment for native peoples, to provide intensive job training, to quickly produce native practitioners in the professions and skilled trades, and to develop a cadre of trained public administrators. As well, however, traditional economic pursuits were to be encouraged, and the government was to encourage analogous jobs and training in occupations such as campsite supervisors, tourist guides, and game and fish wardens. The final social policy guideline concerned indigenous cultures: policies were to "Safeguard the culture (language, arts, handicrafts, traditional pursuits) ofnative peoples in the course of education, training, employment and community life; above all their right to choose what is to be preserved" (Canada, 1972:36) .
But choice depends on what people bring to it. Native northerners who have experienced significant acculturation are obviously less likely to choose to pursue economic and social activities that are embedded in the "traditional" culture. Indeed, substantial acculturation may ultimately erode the sense of collective self-consciousness upon which depends the project of adapting southern techniques to northern needs and so forging renewed anddynamic native cultures (Stenbaek, 1987:309) . As arespected Dene leader recognized, "Assimilation is not without some attraction, especially to some of the young and educated" (Erasmus, 1977: 179 ). So we turn now to the question of whether employment training may have helped induce cultural change, not by its content but by its very structure.
EMPLOYMENT TRAINING Employment training programs are not the only factors conducive to acculturation. The mass media are very important, as are work experience and formal education in primary and secondary schools. We focus here on job training because these programs may combine the effects of school and work. As well, the target group is interesting, since it consists of adults who have never entered or who have left the school system and who currently participate in the economy; hence, the social impact of job training programs may be relatively swift. Finally, this is a study of program implementation, and employment training programs in the N. W .T. have been numerous, varied, and flexible. Both the federal government and the GNWT have had a choice about how programs are designed and delivered. These programs can be structured so as to intensify the process of acculturation, by demanding new behaviour and inculcating new norms, or their design can accommodate existing norms, values, and attitudes and require fewer behavioural changes. In short, it is in the very framework of the programs, and not only in their content, that their impact and intent can be discerned. Although no comprehensive analysis of employment training programs is extant, their acculturative potential has been recognized by both native peoples and analysts. Hobart, for example, has described the social context of one corporate training program:
Virtually every feature of the program tended to enhance its broader socializational significance for the trainees: they were cut off from the role models, the reference groups, and the significant others which sustain the distinctive patterns of motivation, interest, and activity of Northerners. [Hobart, 198154.1 Our findings strongly suggest that the structure of government employment training programs has been such as to promote the acculturation of native peoples in the N.W.T. Three caveats should be noted at the outset, however. First, several programs analyzed here were open both to native people and to non-natives. This mitigates such responsibility for their impact as can be assigned to those who designed them; yet it does not affect the main thrust of our conclusions, which concern the effects on indigenous peoples of whatever programs were accessible to them. Second, the likely impact of other training programs offered in the N.W.T. cannot be assessed here. This study excludes the training offered independently by private firms, the cooperatives, and non-governmental organizations.
(Nor do we analyze affirmative actiodnon-discriminatory hiring agreements made with firms.) On balance, we expect such training to be somewhat less conducive to acculturation than the set of programs studied here, though further research is desirable. The present focus is justified by the scale of the government effort and its continuity and by the fact that the programs analyzed were publicly funded by responsible governments with a clearly stated policy toward northern affairs. Finally, this study covers the period 1971-72 to 1982-83 only. The initial point coincides with both the new northern policy and the re-organization of training program delivery; the cutoff coincides with the assumption of much greater control over programming by the GNWT, its college system, and the native peoples themselves.
Employment training is defined as formal instruction designed to prepare a person for work in some specific occupation. Institutional training consists of courses or a mix of lessons and practical study, while on-the-job training refers to organized instruction (not trial-and-error learning or informal assistance from colleagues) within a production or work environment (Canada, 1973) . Our study excludes, therefore, courses delivered in the primary and secondary school systems, as well as university courses, since these are geared to academic rather than vocational education. As well, we exclude short-term programs designed simply to provide work experience rather than training.
In Canada, education is the responsibility of the provincial governments. In vocational education, however, the central government has long been involved (Duprk et af., 1973). Programs are operated by both Ottawa and the GNWT, and although all institutional training is delivered by the latter, the governments share the costs of many programs. In 1971, new organizational arrangements came into full effect. The most signifi- It is noteworthy that most CEIC programs that have operated in the North are designed for national application. But there is enough flexibility to allow for some local modifications in how they are implemented. In the N.W.T., many courses have been delivered at the Adult Vocational Training Centre in Fort Smith, which was given college status in 198 1 and renamed Thebacha College (GNWT, 1983) . It is overseen by the territorial Department of Education, which also offers some courses throughout the N.W.T. on an extension basis. The department has taken over from Ottawa some responsibility for educating technicians in areas such as the Classroom Assistant Training Program and the Public and Business Administration Program. Other units of the territorial government also have provided training: the Interpreter Corps Program was established by the Department of Information, the Department of Local Government set up the Hire North project in connection with highway construction, as well as the ObserverKommunicator and Airport Maintainer programs, and the Department of Personnel ran In-Service Training in the territorial public service.
Other federal departments have been involved too. DIAND ran both specialized programs, such as Air Mechanic Training, and others designed to prepare indigenous people for public service employment, such as the Indian and Inuit Recruitment and Development Program. The Royal Canadian Mounted Police and the federal Public Service Commission have done the same. Table 1 lays out the whole set of government-run employment training programs available in the N. W.T. between 197 1 and 1983. It identifies the responsible government agency and provides a brief description of each. The programs have been characterized as institutional, industrial (on-the-job), and public-service oriented. Table 1 also presents the best available data on the number of N.W.T. residents trained each year and on the program expenditures. Much more complete accounts of every pro-
gramarefoundintheappendicesinMcDermott(1985:120-173).
The overall story is clear. These are important programs, with about 1700 people per year enrolled (out of a 198 1 N. W.T. population of 45 700). There is a plethora of programs: new ones are added, and they are generally rather specialized; old ones rarely disappear. The bulk of the spending is concentrated on institutional training, but the public-service component has been rising in importance. The CEIC is still the lead funding agency, but the role of GNWT departments has increased steadily and substantially.
More detailed analysis of the changing programs and of their content is possible, but our interest here is in the way employment training has been delivered and in whether program structure has been conducive to acculturation among native trainees.
To proceed along these lines it is essential to decompose pro- No.
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No. a For each program and year, the top figure is total program spending in thousands of current dollars. The bottom figure is the number of participants. NA means the information was not available. For the most part, the figure on number of participants excludes early dropouts, because wherever possible revised data, f reports issued in subsequent years or from summary studies, were used. In a few cases, however, the figure refers to current enrolees. Hence, these data slightly over gram delivery. In the discipline of public administration, the study of policy implementation has become well developed (Pressman and Wildavsky, 1973; Berman, 1978; Sabatier and Mazmanian, 1981) . This literature builds upon the proposition that the real impact of programs as implemented may be very different from that envisaged in formal policy goals, because of the way programs are designed and the mechanisms through which they are delivered. Here, we bring to bear on implementation and program structures the findings of sociologists and anthropologists about acculturation.
MEASURING THE LATENT EFFECT OF PROGRAMS
Although change in the N.W.T. was rapid over the 1971-83 period, there are at least five relevant aspects in which members of contemporary native cultures continue to differ generally from members of the mass North American culture. These are language, relationship to the land, the scheduling of activities (daily and annual), and the size of community of residence. Each of these elements corresponds to a facet of program delivery. Hence, every program can be assessed in these terms in order to determine its propensity to induce cultural change among native trainees.
Language
Different languages insulate cultural communities. Some analysts of the N.W.T. social mosaic stress language as a component of cultural identity and of social membership itself language use can identify an individual as a member of a "cultural nation" (Sparham, 1979) . Others push the argument further, to stress that the very survival of native languages assures "the maintenance of a particular philosophy and a particularmodeofthought" (Lambert, 1978:181-182 
Sector
While "traditional" indigenous socio-economic patterns have in fact been transitional for a very long time in the N. W .T., the native peoples have retained a special relationship with the land. There is, for instance, a widespread view that land is held communally, and hunting, trapping, and fishing are very common pursuits. Some analysts argue that wage labour itself is socially destructive, not only because it concentrates wealth but also because it divides the employed from the apparently poor who tend to rely on harvesting wildlife (Asch, 1979) . Others contend that employment in non-renewable resource industries, which may damage the land, is disruptive: "some natives have feelings of betrayal of 'their people', particularly when they accept wage employment with a large development project" (Hobart, 198252) .
It is clear that any wage labour can conflict with traditional activities that are still highly valued. Any new skills imparted tend to draw trainees into the southern socio-economic system. But employment training programs could be targetted toward Occupations that are relatively compatible with renewable resourcprograms open only to native peoples (defined as Indian, non-status Indian, M6tis and Inuit). Such programs are those in rows 5,6,7, 10, 11,20-25 inclusive, and number of graduates and understate the number of initial enrolees. Participants include both native and non-native enrolees. Many programs were affirmative-action 27. In 1982-83, these accounted for about 10% of all participants. Throughout the period, the programs in rows 1-4 accounted for the bulk of participants, but no systematic data on the ethnicity of trainees were kept. Our best estimates, based on interviews and information about participants' home communities, are that slightly over 50% of trainees throughout the period were native people; over time, native completion rates have risen, and native enrolment in Apprenticeship Training (row 4) has also risen proportionately. In industrial programs, with the exception of that in row 18, at least 50% of trainees were native people. In summary 1 and 2) . This represents the estimated federal and territorial expenditures on Canada Manpower Training Program sub-programs. The estimates for lines 1,2, and 3 are based on the fact that the federal contribution represents 70% of the actual training costs (source 3). For the programs on lines 5 through 14, expenditure breakdowns are not available. The sub-total was found by subtracting Canada Manpower Training Program expenditures from the total expenditure on institutional, vocational, and occupational programs, less capital spending and spending on adult education classes. Program estimates were then made. First, the per-student cost of Air Mechanics Training was taken as equal to the cost of Apprenticeship Training. The joint co the ObservedCommunicator and Airport Maintainer programs was available (source 11); two-this of expenditures were allocated to the former course, which is longer. With these estimates subtracted from the sub-total, the remainder was split among the remaining similar programs (lies 8-14) according to the number of trainees in them each year. The Training-On-The-Job Program estimates were derived by multiplying the number of trainees by the average cost per student in the Training in Industry Prog which is similar. Estimates are based on data on training hours and trainee numbers from source 9.
es, the land, and traditional pursuits. If they are not, we will consider them likely to promote cultural change.
Daily Scheduling
North American society generally requires the acceptance of a daily ordering of events. Work, school, and even many recreational activities are strictly scheduled to allow formal organizations to function efficiently (Inkeles, 1983) . In native societies in Canada, linear time planning generally is not so rigorous. Brody (198 1) has described brilliantly the unhurried, consensual fashion in which activities are set in motion among Indian hunters in British Columbia, and similar decisions about hunting and recreation remain relatively open and flexible in the N.W.T.
In delivering employment training programs, scheduling can accommodate this cultural pattern or not. Rotational training schedules and voluntary participation in seminars are two possibilities, but the major alternative in use is modular learning, which allows the trainee to work at an individual pace. Programs with this structure we consider to be accommodative of existing cultural traits rather than conducive to acculturation.
Annual Scheduling
In the N. W.T., the annual round of resource harvesting is still vital to some native people, and many others favour a pattern of occupational pluralism in which hunting, fishing, and gathering are significant both socially and economically. Training programs that demand attendance at fixed periods will disrupt these activities, as will those that span several seasons (Rushforth, 1977; Kakfwi and Overvold, 1977) . Since harvesting seasons overlap and also vary geographically across the territories, it is impossible to design program schedules that are not disruptive to some extent. However, programs that are offered on a "when numbers warrant" basis offer trainees the opportunity to participate in them with minimal interference of their other pursuits. We consider this scheduling to be accommodative and other forms to be acculturative.
Location
Settlement patterns in the N.W.T. have altered significantly since the 1950s, when the central government encouraged migration to permanent settlements through a variety of social and financial assistance programs (Canada, 1977) . Particularly in the smaller communities, however, many practices characteristic of the established ways of life remained intact (Brody, 1975) .
Most analysts agree that migration to large urban centres, even for a limited time, is powerful in promoting cultural change, for it separates individuals from the familiar milieu and exposes them to a host of new influences (Nagler, 1970 (Nagler, ,1975 . Lambert (1978) argues that migration is conducive to assimilation and that native people who continue to live on reserves tend to retain their cultural identity. This effect is likely to be weaker when migration is not permanent, but it will still operate, because of the great variety of new features to which adjustment must be made in the larger towns (Honigmann, 1975) . Therefore we consider program delivery to promote acculturation when employment training is offered not in the smaller communities but either in the South or in larger centres to which trainees must migrate (Fort Smith, Yellowknife, Frobisher Bay -now Iqaluit -or Inuvik-Tuktoyaktuk) . Figure 1 displays a summary of the propensity of each program's delivery structure to promote acculturation among native trainees. The dark circles represent accommodative programs; the light ones those with high acculturation probability. As the legend shows, a highly acculturative program was one offered in English, in a non-traditional sector, with inflexible daily and annual scheduling, and only in the large towns or the South.
THE RESULTS
The overall picture is clear. Most programs have delivery structures that make no compromises with indigenous culture. This is particularly true of public-service training programs (with the exception of the Interpreter Corps, run by the GNWT), but industrial programs also have been strongly acculturative (excepting Hire North, which was intermittent and very close to the margin between training and employment). The core institutional programs run under the aegis of the CEIC contain the greatest number of components that accommodate existing cultural traits; but over the period there has been little movement toward increasing this tendency.
Some programs, however, have shifted away from a delivery structure likely to induce acculturation. This is true of Apprenticeship Training and Classroom Assistant Training (which came to be offered in native languages), and of the Teacher Education Table 2A . Apart from the obvious move in the early 1970s toward establishing more accommodative or culturally sensitive training programs, these figures reveal no general trend in the whole package of programs. Over the period analyzed here, the structure of employment training programs has generally been such as to induce acculturation among native enrolees. Turning now to expenditures on these programs, as reported in Table 1 , it is obvious that the largest budgets were attached to the CEIC programs, which were all delivered under the rubric of the Canada Manpower Training Program. These account for almost two-thirds of all spending on institutional training, nearly all of the funds spent by governments for on-the-job training, and around 50 percent of the total expenditure on employment training. The smallest set of programs comprises federal public service training, which accounts for about 2 percent of spending. The GNWT contribution to training in the public sector is higher, having risen to about 15 percent of the overall total, and the GNWT presence in specialized institutional training has also increased substantially. Table 2B breaks down expenditures according to the propensity of training programs to induce acculturation. Here we use a simple 0-5 scale of delivery structure, with low values indicating programs with structures that accommodate native people's cultural traits. The figures modify little the image of continuity conveyed by Figure 1 , as the bulk of spending is on programs likely to induce acculturation. For most of the period, the existing variations are small enough to be caused by changing demand for programs whose structure remained constant. However, compared with the years when the Hire North program was not operating (1976-79) and expenditure shifted away from accommodative programs, the figures for recent years, and especially for 1982-83, reaffirm in financial terms the slight trend toward more cultural sensitivity, which was noticeable in Figure 1 . and, ultimately, among the native population as a whole. This finding accords with Franks's (1984) more general conclusion about the delivery of government services in the N. W .T. : public administration has failed to recognize important cultural differences and has developed and delivered programs for indigenous peoples as though the clientele shared fully in the values, norms, and behaviour of modem North American society.
There were two exceptions to this pattern. Several institutional programs operated by the Canada Employment and Immigration Commission and delivered by the GNWT had structural components that were not strongly acculturative. These programs, however, had this character by coincidence, for they are national programs designed to provide entry-level skills and to help those so lacking in education or "life skills" that they cannot take further training or find and hold a job. Programs like Job Readiness Training are accommodative (in that they have flexible scheduling and do not require migration) because they are designed to reach out to those least attached to the permanent labour force, whether they live in Paquetville, New Brunswick, or in Spence Bay, N.W.T. Over the 1971-83 period, there has been no significant change in these programs to make them especially compatible with indigenous northern cultures.
The other exception to the acculturative structure of employment training delivery was a trend toward the end of the period to alter some components of existing programs. This was particularly apparent in four programs that came to be offered in native languages. In Apprenticeship Training, for example, "Inuktituk Special" sub-programs began to be offered in housing maintenance, heavy duty mechanics, painting, and isolated community wiring. These recent changes follow, and may be a consequence of, the election of the Ninth Assembly of the N.W.T. in 1978 (Dacks, 1981) . The DeneNation (DN) lifted its boycott of the Assembly then, and there were elected several strong native members who were experienced leaders of organizations like the DN and the Inuit Tapirisat of Canada. It is interesting to note that new efforts have been concentrated on language and in areas like teaching, where talented early recruits presumably can diffuse new skills and values. In contrast, the programs training people for the public service, even the GNWT' s own In-Service Training Program, make no compromises with the indigenous culture: designed to recruit ''high potential natives (Canada, n.d.: 15) , initiatives like the Indian and Inuit Recruitment and Development Program seem likely to promote significant acculturation among those very talented native people who will later fill important decision-making and administrative roles.
Throughout this analysis, it may appear that we have presumed that existing elements of indigenous cultures in the N.W.T. are ipso facto worthy of preservation. We have not done so, however. The analysis rests on the supposition that cultural change works through changes in individuals, and that these may be induced not only by the obvious absorption of new knowledge and information but also more subtly, through the structures within which that absorption occurs. Organizing employment training in a culturally sensitive manner, we thought, might tend to preserve northern natives' opportunity to make a choice about their futures. It may be the case, though, that more accommodative programs have in fact a greater capacity to diffuse North American values and behaviour patterns, not through wrenching change but by a slower process of incorporation that might be deeper and more widespread because programs are more accessible.
In this view, change is coming surely -as it always has. The dilemma, as ever, is whether it will be rapid or gentle, imposed from without or chosen. In Canada's Northwest Territories, the most encouraging aspect of this dilemma, as it is now manifested in employment training, is that power to make decisions about government programs is shifting to the legitimate representatives of the indigenous peoples themselves. Their choices about economic development and cultural change will be worth close analysis in the future.
